This study tests the hypotheses that (1) congruence between internal need states and external environments drives the organizational-choice process, and (2) those attracted to particular organizations are more homogeneous than the applicant pool in general. Subjects were evaluated on fourteen needs using the Jackson Personality Research Form. They then viewed two video-taped segments of simulated campus interviews to gain information about two distinct organizational types. The interview segments entered the discussion inprogress to avoid any reference to a particular job which might introduce an occupational confound. Subjects received job offers from both organizations and were asked to indicate which of the two organizations they found more attractive by accepting one of the offers. Analysis of variance results indicated only weak support for the congruency hypothesis. Differences were observed in n Ach between the groups of subjects attracted to each organization. No differences were found for any of the other need strength measures. This suggests that the subjects attracted to the ifferent organizations are substantially similar. Implications for the homogeneity hypothesis are discussed and suggestions for further study of this concept are offered.
and (2) (1983, 1987) has argued that over time, forces within an organization operate to attract, select, and retain an increasingly homogeneous group of employees. These individuals are hypothesized to share common backgrounds, characteristics, and orientations. As a result of this homogeneity, organizations are expected to become less able to respond to changes, threats, and opportunities in the external environment.
PEOPLE MAKE THE PLACE?: AN EXAMINATION OF THE ATTRACTION-SELECTION-ATTRITION HYPOTHESIS

Schneider
Because of this, the organization enters a period of stagnation. Unless the powers that operate to create and perpetuate homogeneity are combated, stagnation will be followed by decline and eventual demise (Schneider, 1983) .
Organizations routinely engage in activity to identify and select individuals from the applicant population that are somewhat homogeneous.
By relying on established recruiting sources (e.g. specific universities for college recruiting), and established screening and selection techniques (e.g. specific tests and minimum cut-off scores), organizations narrow the range of characteristics chosen applicants are likely to possess. In doing so, it appears that organizations often attempt to create, rather than stifle, homogeneity.
Interactional psychology suggests how naturally occurring interactions between persons and settings operate to shape behavior (Bowers, 1973) .
This behavior in turn determines the organizational environment. Schneider (1987) develops an attraction-selection-attrition framework on the basis of interactionist ideology, and sets forth a series of propositions that suggest how homogeneity may develop as a result of these naturally occurring interactions. While these propositions appear to be based on sound theoretical principles, there exists no known empirical investigation of the extent to which homogeneity exists among those attracted to the organization, those selected by the organization, or those retained in the organization.
This study attempts empirical investigation of the homogeneity hypothesis at the attraction phase of the cycle.
Organizational
Search and Choice
The degree to which individuals find organizations to be attractive is central to the organizational search and choice literature. The manner in which individuals evaluate and choose between available job alternatives has been studied in a number of ways. Economic debate over the processes used has focused on discussion of whether the choice follows a rational or irrational model (e.g. Parnes, 1954; Rottenberg, 1956) . Direct estimation procedures have asked potential employees to rank or rate several predetermined job attributes in terms of their importance to the job choice (Jurgensen, 1978) . Expectancy theory methodologies have used both between-subject, and within-subject applications to capture applicants' decision-making models in mathematical expressions (Arnold, 1981; Einhorn, 1971; Feldman & Arnold, 1978; Fischer, 1976; Huber, Daneshgar & Ford, 1971; Singh, 1975; Stahl & Harrell, 1981; Strand, Levine, and Montgomery, 1981; Rynes, 1981;  Rynes, Schwab & Heneman, 1983, and Zedeck, 1977 (Staw, 1986) . Characteristics of each system are presented in Table 1 . Table 1 Here Cohen, 1977) . A total of 211 subjects completed the experiment therefore sample size is considered adequate.
-----------------------------------
Procedure
The video-tapes were pilot tested to insure that (1) the message intended to be conveyed by the tapes was actually being received, (2) the subjects were sufficiently able to put themselves into the role of the applicant and remove the possible occupational confound, and (3) any interviewer affect to place themselves in the role of the applicant were averaged to form the variable Occupational Confound. The greater the subject':>' ability to assume that the interview in question was one in their area of interest, the more
The experiment consisted of two phases.
In the first phase, the PRF was administered.
In the second phase, subjects were informed of the procedure that would follow and were given the opportunity to ask questions about the likely it is that the occupational confound was removed. Table 2 shows that the manipulations were achieved, and that the occupational confound was controlled. The pilot study also indicated a marginally significant interviewer affect.
To control for this the design was balanced so that an equal number of subjects viewed each organization being represented by each interviewer. Table 2 Here
-----------------------------------
process. They were then told to listen carefully to the information in the video-tapes, to try to imagine that the job in question was one in their area of interest, to try to place themselves in the role of the applicant, and to be prepared to answer questions about the tapes upon their completion.
Each tape lasted about five minutes.
Upon completion of the tapes, subjects were given a fact sheet telling them that the organizations they had just previewed were essentially alike in regard to reputation, location, career opportunity and salary levels. They were informed that both had job openings in their area of interest, and that they would receive job offers from both organizations. Table 3 . The results are similar to those found in the pilot study. The manipulations were powerfully achieved and the occupational confound was controlled. An interviewer affect was noted but since the means were both highly favorable and the design was balanced, it does not represent a significant problem. Table 3 Here
----------------------------------
----------------------------------Analysis
In the initial analysis, n Ach and n Aff were used as the dependent variables and organization chosen was used as the independent variable. 
Results
Preliminary results suggested only weak support for the directional hypothesis that the drive for congruence would cause those with a high need for achievement to find the individually-oriented system to be more attractive, and those with a high need for affiliation would find the organizationallyoriented system to be more attractive. ANOVA results show a weak effect for n Ach (F = 3.177, E =.076) indicating that n Ach scores tended to be higher among subjects attracted to the individually-oriented system than they did among subjects attracted to the organizationally-oriented system. However, no differences were noted on n Aff between the two groups of subjects (F =
101, E =.750) indicating that subjects who find the individually-oriented system to be more attractive exhibit the same need for affiliation as do those attracted to the organizationally-oriented system.
Complete ANOVA results are given in Table 4 . Table 4 Here
-----------------------------------
Even though no directional hypotheses were offered in regard to how the other twelve needs measured by the PRF might influence perceived attractiveness, they were examined using discriminant function analysis to determine if differences on need strengths could predict organizational preference at a level greater than chance. The discriminant function was only able to correctly classify 60% of the subjects on the basis of their need strength profiles. This result is well within the probability limits of occurring by chance (Chi squared = 15.25, E =.437).
Results of the discriminant analysis are given in Table 5 . Table 5 Here Table 6 shows the mean scores and standard deviations for all need strengths for the combined sample and for the subsamples preferring each of the two organizations. There are no significant differences noted between the groups on any of the characteristics with the exception of n Ach.
It appears that the subjects attracted to the individually-oriented system are very similar to those attracted to the organizationally-oriented system.
In the absence of significant differences, it is not surprising that the discriminant function was unable to predict at better than chance level. Table 6 Here
Discussion
The (Buros, 1972 (Buros, , 1978 .
The method in which organizations are described should also influence the degree to which individuals self-select. The organizations in this study were described mainly in terms of their reward systems. The systems were described such that their internal characteristics were highly congruent and differences between what the two organizations reward, support, and expect were maximized. The manipulation check suggested that subjects were able to comprehend the differences between the systems described, so failure to find homogeneity can not be assigned to a misunderstanding of the organizational conditions.
The experimental design used here focused subjects' attention on a highly visible and important organizational dimension that is (1) likely to be known by applicants at the time they make job choices, and (2) are some problems associated with using student subjects. The major concern is that the majority of these subjects have never held a full-time job and many have not worked even part-time for more than one employer. Because of this, the concerns that others have voiced about the ability of student subjects to understand the message conveyed in the manipulation may be a problem here (e.g. Rynes, Heneman, and Schwab, 1980; Schwab, 1982) .
The argument is that because student subjects have so little job experience on which to draw, the relevant job-or organization-specific attributes conveyed in the manipulations may be irrelevant. Table 2 Pilot study means and ANOVA significance for power of manipulation, occupational confound, and interviewer. Table 3 Manipulation check means and ANOVA significance for power of manipulation, occupational confound, and interviewer effect. Table 4 ANOVA results for congruency hypothesis and homogeneity test. Table 5 Discriminant function analysis of organization chosen. Table 6 Differences in need strengths mean scores by organization chosen.
